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It is necessary to research the current conditions of the implementation of 
competency evaluation, the introduction and development procedure of the 
competency model, and the organization and utilization of competency items for 
each position level, based on the competency model. This study, therefore, aims 
to examine the manner in which Korean corporations develop competency 
models that are applied to the competency diagnosis of employees, organize 
competency items for each position level, utilize those items in each area of 
HR, and determine the required competencies perceived by organization 
members.
This study identified the meaning of the competency model, its development, 
and utilization suggested by previous studies. It also referred to preceding 
applications of the competency model nationally developed by corporations in 
and outside the country. Based on the data collected, the actual condition of the 
development and utilization of competency model by Korean corporations was 
analyzed.
To conduct the study, an investigation of preceding studies, an analysis of 
related material from outside the country, a survey, and expert-consultant 
conference were administered.
The concept of competency began to be discussed by analyzing the internal 
and external factors of high performers and average performers. This study 
identified competency as a combination of knowledge, skill, and self-concept 
required for successful organization practice. 
The development of a competency model is now being lively discussed in 
various ways. In particular, the development of universal competency is viewed 
as the property that increases the knowledge, skill, and experience of individual 
who wishes to transfer to another position, and that increases his or her 
marketability.
In-firm and task-oriented competency is changing in parallel with changes in 
the market, which shortens the span of competency development. Competencies 
that were once considered important have become obsolete, and must be 
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replaced by a competency that fits the future business. 
Depending on the goals, the competency model is developed using methods 
such as behavioral event interview, expert panel method, job task function 
analysis, competency menu, survey, or competency dictionary. The competency 
model is a standard model developed by analyzing competency to accomplish a 
corporation-wide vision and values, and is utilized for human resource 
development and management in the organization. It is also used as a tool for 
selection, training, development, appraisal, and promotion plans. 
The competency model is expanding from medium to large companies in 
Korea. One of the general applications is to establish a competency nurturing 
system. Based on this application, the number of corporations using the 
competency model in selection and appraisal is increasing. Looking more 
closely, selection and personnel procedures are carried out by giving competency 
interviews and conducting competency inquiries. The results of competency 
evaluations are used as data for the selection and promotion of the core 
competencies. It is noted that the results are widely used for low-level positions, 
but are used relatively less at the higher levels.
The result shows no significant difference with corporation scale and type of 
business in the development and utilization of the competency model. This is 
due to the limited opportunity to develop a competency model appropriate for 
company characteristics at the earlier stages of development, and to a failure to 
improve the HRDㆍHRM system due to capital and labor issues and the CEO's 
management plan.
The study result indicates that the development and evaluation of competency 
model appropriate for corporations has failed to closely interconnect with the 
HRDㆍHRM system. The study results are as follows.
First, it was found that corporations have introduced and used competency 
models since 2000, with the aim of connecting organization strategy with HR 
for large companies (46.9%) and to foster worker competency for medium-sized 
companies (34.2%). 
Second, it is presented that in terms of the development of a competency 
model, organizations 'developed on their own' (29.6%), or 'developed partly with 
the help of a consultant' (28.0%). 44.8% of companies did not investigate the 
development of such a model.
Third, the difficulties when introducing and utilizing the model are 
'development of a model appropriate for the company, ' and 'application of a 
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competency evaluation method appropriate for the organizational atmosphere.' In 
addition, the difficulties when evaluating were identified as 'objective 
evaluation,' and 'ensuring the objectivity of behavioral indicators.'
Fourth, in terms of the significant competency perceived by each position, 
new employees focus on developing 'personal characteristics,' incumbents on 
'personal characteristics' and 'workㆍoutcome,' supervisorsㆍmanagers on 
'strategyㆍchange' and 'workㆍoutcome,' and executives on 'strategyㆍchange.' 
Fifth, evaluation results tend to be applied to promotion (94.4%), training 
(91.1%), arrangementㆍconversion (87.9%), and career development (84.7). 96% 
of the respondent corporations reflected the results of competency evaluation in 
personnel assessments.
Sixth, competencies considered important by each position when evaluation is 
carried out are different. Executives stress 'strategyㆍchange,' supervisorsㆍ
managers on ‘strategyㆍchange, workㆍoutcome, human relationsㆍorganization 
management,' and incumbents on 'workㆍoutcome, personal characteristics.' 
Organizations, centered on advanced, large-scale companies, tend to develop 
competency models and introduce them into human resource development and 
management by analyzing organizational members' competencies and outcomes 
based on their vision and strategy. 
This tendency is expanding from medium-sized to large companies. 
Unfortunately, models that are appropriate for Korean organizations have not yet 
been introduced. They only use partly refined foreign models, which means that 
cultural differences are a fundamental problem. Nevertheless, the general 
application of the competency model is the establishment of competency 
nurturing system. Based on the application, there is an increase in the number 
of companies that administer selection and evaluation. It is possible to predict 
that the establishment of a competency nurturing system and a selectionㆍ 
evaluation procedure will spread across organizations
